This paper documents and studies the gender gap in performance among associate lawyers in the United States. Unlike most high-skilled professions, the legal profession has widely-used objective methods to measure and reward lawyers' productivity: the number of hours billed to clients and the amount of new-client revenue generated. We find clear evidence of a gender gap in annual performance with respect to both measures. Male lawyers bill ten-percent more hours and bring in more than double the new-client revenue. We show that the differential impact across genders in the presence of young children and the differences in aspirations to become a law-firm partner account for a large part of the difference in performance. These performance gaps have important consequences for gender gaps in earnings. While individual and firm characteristics explain up to 50 percent of earnings gap, the inclusion of performance measures explains most of the remainder.
Introduction
The reasons behind the gender gaps in career outcomes, particularly among high-skilled workers, remain unclear. Due to the complexity of measuring performance, it is difficult to understand what part-if any-of these gaps can be attributed to differences in performance. Firms reward higher individual performance either directly, through performance pay, or indirectly, through promotion and hiring decisions.
Therefore, to analyze differences in career outcomes, it is important to determine whether there exist gender differences in performance and what could be driving them. This is particularly true for high-skilled workers since a growing number of them are explicitly evaluated and compensated based on performance.
In this paper, we document gender differences in performance among highskilled workers. Performance indicators are often costly to gather and heterogeneous across industries and firms. This poses difficulties in measuring performance differences across workers and evaluating their implications. We overcome this problem by using the legal profession as a setting. Unlike many other sectors, the legal profession traditionally uses performance measures that are transparent and homogeneous across firms. In our analysis, we use comprehensive information on nationally representative young lawyers in the U.S., including detailed information on the measures by which they are evaluated: annual hours billed and the amount of newclient revenue brought to the firm. 1 These measures have become widely used within the profession in the last several decades, as a means not only to explicitly compensate lawyers, but also to evaluate lawyers for promotion decisions.
We find substantial gender differences in annual performance. To understand the performance gap, we explore the more traditional explanations of discrimination, child-rearing, and human-capital differences. We also consider differences in preferences regarding areas of specialization, the inclination toward overbilling, networking behavior, and career aspirations. We find that while the presence of preschool children in the household has a crucial differential effect on the performance of male and female lawyers, differences in aspirations to "become a partner" in the law firm is also a key determinant of the gap. In particular, such aspirations affect the amount of new-client revenue, the performance measure that is more relevant for long-run career outcomes. In contrast, other preference-related explanations that we consider are less relevant in explaining gender gaps in performance. For instance, female lawyers have a lower tendency to report "overbilling" of clients, and, although overbilling has (positive) consequences in terms of performance, it has a negligible effect in explaining gender gaps. In a similar way, the amount of time spent networking, which differs significantly between male and female lawyers, does not explain a substantial part of the gender differences in the performance. With regards to discrimination, it is possible that the key determinants of the performance differences -child rearing and career aspirations-are associated to subtle forms of discrimination, such as compliance with social norms. However, a key finding of the paper is that the gender gaps in performance do not appear to be caused by explicit discrimination at the firm level.
Performance differences are often a key determinant of career advancement.
Traditionally, researchers have relied on proxies for performance, such as differences in absenteeism (Ichino and Moretti, 2010) , to understand gender gaps in labor-market outcomes. However, here we can use on-the-job performance to understand gender gaps in career profiles. We explore the implications of these differences by focusing on consequences in terms of earnings. As in other professions and industries, the legal profession has a persistent gender gap in earnings. Figure 1 illustrates the large gender difference in lawyers' median salary; moreover, it shows that there is no evidence of this difference decreasing in the last decade as the male-dominated generations retire. 2 We find that the gap in performance helps to explain lawyers' gender gap in earnings, a considerable proportion of which has remained unexplained until now (Wood et al., 1993; Dinovitzer et al., 2009 ). This has been the case more generally in the gender literature, in which, despite the wide range of explanatory measures, a large part of the gender gap in earnings is unaccounted for (see Altonji and Blank, 1999 , for a review of the literature). We find a raw gender earnings gap between male and female lawyers of 25 log points. When we control for individual and firm characteristics, we can explain 50 percent of this initial gap. Controlling for performance, we are able to explain almost all of the remaining gender gap. Our paper highlights that there exists an omitted-variable bias problem since to proxy for performance-which is commonly omitted-it is not sufficient to simply control for the observable characteristics typically used in the literature. The previous literature has explored various possible sources of 2 It was not until the 1980s that the expansion of the legal profession attracted a large number of women (Rosen, 1992) . 7 Moreover, the high-skilled nature of the profession suggests that male and female lawyers have similar skills, training and motivation. In particular,
we focus on a generation of lawyers that experienced virtual gender equality in law school admissions and no prominent gender differences in law school performance.
Our paper documents large gender gaps in performance, and we show that these gaps have important subsequent consequences on earnings. Because we use detailed data on typically omitted variables, such as performance, our findings contribute to 3 Lemieux et al. (2009) study the evolution of performance pay and wage inequality in the U.S. labormarket system from the 1970s to the 1990s. Heywood and Parent (2009) use the same period but focus on the white-black wage gap. They find that the white-black earnings differential is larger in the share of the income distribution where performance pay is more prevalent. Finally, comparing Spanish industries, De la Rica et al. (2010) find that the gender gap is considerably larger for workers whose salaries include a variable component compared to those who have a fixed salary. 4 National Cross-Industry wage estimates, U.S. Bureau of Labor Statistics. 5 In 2008, legal expenses accounted for more than $200 billion, which constituted 1.5 percent of the U.S. GDP. Comparing it to other large economic sectors, we observe that this was $80 billion more than educational services and almost four times more than air transportation services (Bureau of Economic Analysis, U.S. Department of Commerce). 6 Manning and Swaffield (2008) and Bertrand et al. (2010) both find that there is no gender earning gap in the outset of young professionals' careers, but that their earnings diverge ten years after graduation. Bertrand et al. (2010) focus on MBA graduates from the University of Chicago and attribute growing earning-gap differences to career disruptions; training choices prior to MBA graduation; and weekly hours worked. Manning and Swaffield (2008) focus on graduates in the UK and find that differences in human capital and psychological factors explain part of the wage-growth gap, but most of the gap remains unexplained. 7 Three years of tuition cost, on average, $55,000 for public schools and $107,000 for private schools. In the 2008-2009 academic year, law school students borrowed, on average, $66,000 and $100,000 to attend public and private law schools, respectively. The average values correspond to the American Bar Association, Section of Legal Education and Admissions to the Bar, "Law School Tuition 1985 : Average Amount Borrowed For Law School, 2001 understanding the previously unexplained parts of the earnings gap. In addition, to understanding the gaps in labor-market outcomes, information on lawyers' affective response allows us to question differences in satisfaction on a number of dimensions and to understand if performance differences are truly choice-driven. While choice may be constrained by factors such as social norms or inefficiency in the market for childcare, our analysis of satisfaction offers helpful insight into issues that have been largely neglected. We see that while there are substantial gaps in performance and, in turn, earnings, it does not seem that there are gender gaps in satisfaction on important dimensions. For example, while we find gender differences in areas of specialization, male and female lawyers are equally satisfied with their choice of specialty. Moreover, we do not find gender differences regarding satisfaction in work recognition and opportunities for advancement.
Performance Measures in the Legal Profession
The legal profession provides an ideal framework for studying gender differences in performance. Unlike other high-skilled professions, it uses widelyaccepted objective methods to measure and reward lawyers' productivity. Although the use of performance pay has increased since the 1970s throughout different economic sectors, it has become pervasive in professional activities and high-skilled occupations (Lemieux et al., 2009) . In contrast with the legal sector, the methods to measure performance in other professions and industries are still heterogeneous across firms, making it difficult to make comparisons within an industry.
Hours billed
It is standard for law firms in the United States to determine the value of legal services by computing hourly fees times the number of hours devoted to a case, rather than by using fixed fees or fees contingent on the outcome of the case (Kritzer, 2004; Garoupa and Gomez, 2007) . Commonly known as billable hours, this method was first introduced in the 1950s and has become a widely-used management tool within law firms in the last several decades (American Bar Association, 2002). , 2002) . By the end of the 1960s, "most mid-sized and large law firms had shifted to hourly billing."
Since billable hours directly determine firms' revenues, they are also their preferred way to measure lawyers' productivity. 9 A majority of law firms use billable hours to determine bonus compensation and have billable-hours requirements for their associate lawyers (Fortney, 2005; Altman Weil, 2010) . To compute the number of hours a client should pay for, lawyers keep detailed records of the time they devote to each case (e.g., using time-tracking software). However, it is important to note that the number of hours that a lawyer bills does not generally coincide with the number of hours he or she worked. In general, the number of hours lawyers work is larger than the number of hours billed since there are broad tasks, such as meetings and training activities, which cannot be assigned to specific clients or cases. Moreover, differences in work intensity and skills across lawyers may affect how much time each lawyer needs to have spent in order to bill a given number of hours. For instance, to bill one hour, two lawyers might have worked different amounts of time, such that the lawyer taking less time will then be able to take on more assignments and have a higher annual performance. We can, therefore, interpret hours of work as one of the inputs in the production function of hours billed.
In this paper, we use the annual number of hours billed by lawyers as the first measure of lawyers' performance. As is common in other high-skilled professions (e.g., academia, management, etc.), employers are more concerned about overall performance than about the number of hours worked. Ultimately, it is the annual number of hours billed that is relevant for law firms since that will determine yearly revenues. In 2006, the median hourly billing rate for associate lawyers was $200 per hour, and the median number of hours billed was 1,704 (Altman Weil, 2007) . In turn, the median associate lawyer generated revenue of more than $300,000. There is a great deal of variability across firms in the billing rates and lawyers' billable-hours requirements. Typically, these are increasing in the size of the law firm. There is also variability depending on the area of law.
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The use of billable hours has proven persistent over the years. Advocates of billable hours argue that this method serves to calculate the value of the service, to 9 A more accurate term is perhaps "perceived productivity" or "perceived performance." Throughout the paper, we refer to them as "performance" since these are widely-accepted performance measures within the profession, and law firms use them to evaluate lawyers' annual productivity. 10 The performance: Lawyers who provide higher-quality work will establish a good reputation with clients, who will then be more likely to recommend their services.
Together with hours billed, origination of client revenue-also known as "rainmaking"-is the most-used objective criterion to measure lawyers' productivity.
Altman Weil (2010) finds that more than half of law firms -and particularly common in large ones-use "formal origination credit scoring systems" to reward lawyers' ability to attract new clients. Important sources of new client revenue are referrals from previous clients and from other lawyers (Spurr, 1988; Garicano and Santos, 2004) . Therefore, this performance measure captures ability in creating personal connections, reputation and visibility. These skills are crucial in promotion decisions because they are informative about lawyers' potential performance as law-firm partners. Bar's authority in a different location. Most states require that lawyers pass their specific bar examination to be able to practice the law in the state. After taking into account regional mobility, there are thirty regions in the sample, most of which are at the state level, but for those living in major urban areas, information is disaggregated at the city level.
Data Description

Gender Gaps in Performance
In this section, we show that there is a large gender gap in performance. We then investigate alternative explanations for why female lawyers may be neither billing as much nor raising as much new-client revenue as male lawyers.
From Column 1 of Table 2 , we see that male lawyers bill 153 more hours than female lawyers do, which is equivalent to around ten-percent more hours billed. In 20 The study included an oversample of new lawyers from minority groups (black, Hispanic and Asian). 21 The raw earning gap is higher ($25,000) for the overall sample, which seems to be driven by a larger gender gap among those working in professional service firms other than law firms (e.g., investment banking, consulting, etc.) 22 The rankings are based on 1996 and 2003 U.S. News reports for undergraduate and law school studies, respectively.
Column 2, we control for individual and firm characteristics, including marriage, age, the number of children, the presence of children under four years of age, ethnicity, years of tenure, working full-time, the size of the firm and the type of organization. While these factors play an important role, they cannot explain the gender differential in hours billed. In addition, Column 3 shows that including detailed educational variables as proxies for ability has a negligible effect on the gender gap. Having participated in journals' editorial activities, for example, has a positive effect on hours billed, but including them as controls does not affect the gender gap. Overall, a gap of nearly 100 annual hours remains.
A possible explanation for this gender difference could be unobserved firm effects that relate to the required number of hours to bill; for example, it could be that male and female lawyers select into firms that have different requirements. We explore this using the hours that firms expect their lawyers to bill, which could be related to gender differences in hiring outcomes or in job assignments. However, from Columns 4 to 6 of Table 2 , we find no gender gap in the hours that employers expect female and male lawyers to bill (with and without controls, respectively).
Regarding the second measure of performance, new-client revenue, we see from Columns 7, 8, and 9 that male lawyers bring in substantially more revenue than female lawyers. After controlling for firm and individual characteristics, together with proxies for ability, the gender gap in revenue is still more than $30,000. Having held a judicial clerkship has a considerable effect on raising new-client revenue; however, it does not help explain the gap.
Differences in performance could be due to differences in the amount of work produced per hour. As mentioned, law firms focus on annual performance in terms of hours billed to clients. However, studying the ratio of hours billed to hours of work may help determine whether there are gender differences in productivity per hour worked and whether female lawyers, perhaps more concerned with the quality than the quantity of their work, devote more time per billable hour. In Table 3 , we find that the gender coefficient is not significant, implying that female lawyers do not work more hours per hour billed than males do.
Therefore, the question still remains to be answered: What is causing the gender differences in performance? To understand the determinants of the gap in performance,
we explore a number of three-principle factors. We start by investigating the traditional explanations for gender gaps in earnings: discrimination and child rearing. We then investigate whether differences in genders' preferences help to explain part of the gap, including differences in career aspirations and in area of legal specialization.
Discrimination
If the employer (partner of the firm) can "interfere" with the number of hours that the associate lawyer bills, there could be scope for discrimination. In particular, one could argue that there is some form of discrimination in the assignment of cases since more-senior colleagues or firm partners typically assign the cases for which associates bill hours. In order to investigate this possibility, we first study whether or not receiving enough assignments from the partner explains lower performance. In addition, we study whether partners might interfere with the way hours billed are measured by discounting hours or by not giving them full credit. Table 4 shows the summary statistics for the different reasons that lawyers report for finding it difficult to meet billable hours. From the table, we do not observe significant gender differences in the two main responses that could be connected with discrimination: first, not receiving enough assignments; and second, partners discounting hours. 23 While both explanations seem to be quantitatively importantaccounting for around 30 percent of the difficulty in meeting billable hours-they do not, on average, affect female lawyers more than male lawyers. In Panel A of Table 5 , we see that not receiving enough assignments does imply that the lawyer bills fewer hours, suggesting constraints to performance. However, the gender gap remains the same after including this variable, while the interaction term shows that there is no gender difference in the hours billed for these "constrained" female and male lawyers.
In other words, a female lawyer who claims not to receive enough case assignments does not bill less than a male lawyer who claims the same. In Panel B, the results are similar for partner-discounted hours. Not only does this variable have no effect on the gender gap, but it also has no significant effect on lawyers' hours billed in general. In Columns 4 to 6 of Panels A and B, we look at the gap between hours expected to bill and actual hours billed. Both reasons have a significant effect on lawyers' hours billed beyond what is expected from them; yet, once again, there is no difference between male and female lawyers and no effect on the gender coefficient.
One might argue that male and female lawyers have different thresholds for which they are constrained-i.e., they feel that they do not get enough assignments. If that is the case, then there may still be scope for discrimination in case assignment. In Table 6 , we see that lawyers billing between 1600 and 1800, between 1800 and 2100 or more than 2100 hours report being less constrained than those billing 1600 hours or less. 24 The coefficient is significant for only the two upper intervals. In Column 2, when we interact gender with the different thresholds, we do not find any significant gender difference. This is reassuring, as it is suggests that the likelihood of being constrained is the same at the different points in the hours-billed distribution.
Finally, although only descriptive, when lawyers are asked about satisfaction in the workplace, male and female lawyers are equally satisfied with their advancement in the firm and with the recognition that they receive for their work. We see that on a scale of 1 (lowest) to 7 (highest), 61 percent of female and 66 percent of male lawyers rate their satisfaction with advancement as 5 or more, while 20 percent of both males and females rate their satisfaction as 3 or below at. Moreover, 68 percent of female and 70 percent of male lawyers rate their satisfaction with recognition for their work as 5 or higher, while 17 percent of female and 16 percent of male lawyers rate their satisfaction as 3 or below. Gender differences in levels of satisfaction could suggest discrimination
and, yet, satisfaction levels in both genders appear to be quite equal.
Satisfaction responses also allow us to address whether employers might be interfering with performance by assigning more routine or less intellectually stimulating cases to female lawyers. We find that female lawyers are not less satisfied than male lawyers with the intellectual challenge of their current position -in fact, male lawyers are slightly (but significantly) less satisfied than female lawyers in this dimension-. To explore this issue more in detail we look at lawyers' responses on the frequency of different types of activities. We do not find gender differences in the amount of time spent on routine work, on writing motions and depositions, on face-to-face meetings with clients, in keeping clients updated, and in handling an entire matter on their own.
The only gender difference that we find is that female lawyers report to be more frequently involved in formulating strategy with more senior attorneys or clients.
Therefore, overall we do not find evidence of female lawyers being held back from activities that are more challenging or have higher levels of responsibility.
24 These cut-offs are in line with the quartiles of the distribution.
Child Rearing
Gender differences in earnings are often attributed to women having children and the gender difference in caring for children. We now investigate whether the presence of children affects performance and whether there is a differential impact on female lawyers.
Columns 1 and 7 in Table 7 show the gender gaps in hours billed and client revenue, respectively, controlling for region fixed effects and individual and firm characteristics, but without controlling for children. In Columns 2, 3, 8 and 9, we see that neither children nor the presence of young children (i.e., children of preschool age (under four years old)) has any effect on hours billed or new-client revenue generated, respectively. In Columns 4 and 10, when we interact the number of children with gender for each performance measure, we see that there is no differential effect of children on hours billed or client revenue, respectively. However, Column 5 shows that there is a differential effect of the presence of young children on billable hours. Having young children results in female lawyers billing fewer hours but does not affect male lawyers. In particular, we find that female lawyers with young children bill around 160
fewer hours per year, while male lawyers with young children do not experience a significant decline in the number of hours billed. This suggests that female lawyers may shoulder a greater part of the household responsibilities than male lawyers with regard to raising preschool-aged children. Column 11, however, shows that child rearing does not help explain the gender gap in new-client revenue. We see that there is no effect of the presence of either children or young children on raising new-client revenue for either male or female lawyers. 
Differences in preferences
To complement more-traditional arguments regarding gender gaps, recent literature has focused on the effect of gender differences in preferences (see Croson and Gneezy, 2009) . In this section, we study whether possible preference differences between male and female lawyers help to explain the gender gap in performance. Since it is not clear in the literature whether these preferences are truly innate or social, we abstract from the debate on the origin of these differences. We focus on whether these differences determine lawyers' choices in a way that affects performance. First, we focus on factors that appear to be crucial in explaining the performance gap in (i.e., differences in career aspirations), and then we address other potential factors that do not appear to play a major role (i.e., choice of area of specialization, willingness to overbill, networking behavior).
Career Aspirations
Gender differences in the career aspirations of young lawyers may contribute to the differences in performance. When asked to rate, on a scale from 1 to 10, their aspirations to become an equity partner within their firm, 60 percent of male lawyers answered with 8 or more, compared with only 32 percent of female lawyers (see Figure   2 ). Being able to measure career aspirations is relevant for identification purposes since, following the career-concerns literature (Fama, 1980; Holmström, 1982 Holmström, , 1999 , agents who put higher weight on their future earnings have stronger incentives to put in effort, which affects performance. This is particularly true for workers at an early stage of their careers since the incentive to perform better increases with the level of uncertainty about workers' skills. Even in the presence of explicit monetary rewards for performance, such as bonus compensation, career concerns may play a considerable role in workers' effort decisions (Gibbons and Murphy, 1992) .
Columns 3 and 7 of Table 8 show that aspirations have a strong positive effect on the hours billed and the new-client revenue generated. 26 Interestingly, while differences in aspirations do not fully explain the gender differences in hours billed (Column 3), they do explain differences in new-client revenue since the gender coefficient is no longer significant when we control for aspirations (Column 7). This suggests that the gender differences in aspiration levels can explain the remaining gender difference in new-client revenue generated by lawyers. This is intuitive, as newclient revenue can be seen as lawyers' long-term investment in their firms. Initiating and finding new clients requires time and effort, but career concerns may make this worthwhile. Interestingly, from Columns 4 and 8, we see that there is no differential effect of aspirations on hours billed and client revenue, respectively. In other words, if 26 Not all lawyers responded to the question on aspirations. In Columns 1, 2, (5, 6), we see that there is little difference in the gender coefficient for the different samples on hours billed (new-client revenue).
male and female lawyers aspire at the same level, there is no difference in the hours they bill or revenue they generate.
One may argue that the aspirations variable captures the likelihood of becoming partner, as the question is asked of lawyers in their seventh year out of law school. This, they may already have an idea about their chances of becoming partner, which usually takes place between the seventh and tenth year after passing the bar examination. We deal with this concern by using the instrumental variable technique. We instrument for aspirations using two different variables from the first wave of the survey, which was Table 8 . In line with our OLS findings, we see that aspirations do play an important role in explaining the gender differences in client revenue. While aspirations are important for the number of hours billed, they do not explain the gender difference in billable hours.
Other Preferences-Related Explanations
In this subsection, we look at other differences in preferences that could potentially affect performance. Overall, we find that while there may exist important gender gaps in these factors, they contribute very little to explaining performance gaps.
First, we explore gender differences in billing behavior. From Table 4 , we saw that one reason why lawyers find it more difficult to meet billable hours is that they feel that they are less likely to bill for actual hours worked, as compared to their colleagues.
In response to this, we see that female lawyers are four-percent more likely than male lawyers to select this reason. It is possible that female lawyers may be less willing than their male colleagues to overbill clients. For instance, if women were more risk-averse than men (Eckel and Grossman, 2008) , the possibility of being caught by the client or by a partner would be a stronger incentive for female lawyers not to overbill. Similarly, if men are more assertive and less empathic (Ruble et al., 2006) , they might have a higher tendency to overbill. While overbilling is likely to exist, the Rules of Professional Conduct of the legal profession establish an ethical code to prevent such abuse. Moreover, competition between law firms and clients' participation constraints reduce the chances for lawyers to overbill (see Section 2 for more discussion on overbilling). A second reason could be gender differences in how male and female lawyers value their work. Barron (2003) and Major et al. (1984) find that women may feel less entitled to higher compensation.
A more thorough analysis of differences in billing behavior shows that, unlike career aspirations, it does not explain the gender differences in performance. In particular, from Table 9 , we see that lawyers who report that they are less likely than their colleagues to bill for actual hours worked do bill fewer hours. Nevertheless, the gender gap persists, and the interaction with gender is insignificant-suggesting that male and female lawyers who respond in the same way do not differ in the hours they bill. These results hold for the gap between expected hours and actual hours billed.
In addition, we find that the other possible explanations listed in Table 4 do not have a significant effect on the gender gap. There is no gender difference in the hours billed for those who report difficulties in meeting billable hours due to personal choice or due to spending too much time on pro bono or administrative tasks. Regarding health issues, we do observe in Table 4 that female lawyers are 12-percent more likely than males to select this reason. This could be in line with Ichino and Moretti (2010) , who find a connection between women's absenteeism and the female menstrual cycle. In our analysis, however, health issues with regard to difficulty in billing more hours do not appear to have an effect on either the gender gap or performance.
A second potential explanation is related to preferences in networking behavior.
The willingness to spend time attending networking functions and or participating in recreational activities with other lawyers or clients for networking purposes may differ by gender. On average, in a typical week, male lawyers work 15 percentage points more than female lawyers; they attend networking events 11 percentage points more and are 40 percentage points more likely to participate in recreational activities (e.g., golf) for networking purposes with other lawyers or clients. Nevertheless, from Table 10 , we do not find that these differences are a relevant source of the gender gap in performance.
Networking could affect the gender gap in performance in two ways: first, if female lawyers devote less time to networking; and second, if networking affects male and female lawyers differently. For instance, the previous literature found differences in the type of networks that male and female managers build (Ibarra, 1997) . From Table 10 , we see that networking does not affect hours billed but has important consequences for raising new-client revenue. An extra hour spent networking is associated with raising an additional $2,800. However, Column 5 shows that controlling for networking does not reduce the gender coefficient for new-client revenue. Thus, the amount of time devoted to networking does not explain the performance gap. In addition, we analyze whether networking affects male and female lawyers differently for a given number of networking hours. In Columns 3 and 6, the interaction term of networking with gender is not significant for either hours billed or client revenue. Therefore, an extra hour spent networking has the same performance return for male and female lawyers.
We obtain similar results for working on weekends. In Table 11 , Columns 2 and 4 show that time spent working on weekends has important consequences for both hours billed and client revenue. In particular, one additional weekend hour worked per week is associated with an increase of 14 hours billed per year and an additional $2,800 in newclient revenue. Although time worked on weekends has a substantial effect on performance, it does not seem to explain the gender gap in performance. Moreover, time worked on weekends does not affect female and male lawyers differently, as shown in Columns 3 and 6.
Finally, we explore whether a lawyer's specialty affects performance. Although our results are within the same profession, one may relate differences in the area of specialization to the occupational segregation literature. 27 We control for lawyers' area of specialization by using the percentage of their time that respondents devote to 27 different areas of law listed in the survey. Although we do find gender differences in the areas of specialization, they do not seem to be relevant for the differences in performance. Out of the 27 specialties listed, we find that, compared to the overall Table 12 shows that controlling for the 27 While occupational segregation has declined over the years, there still appears to be a tendency for women and men to choose different types of jobs and different specialized training within the same profession See, for instance, Blau et al. (1988) , Goldin (1990) , Blau and Kahn (2000) and Bertrand et al. (2010) . 28 Lawyers in the sample report the percentage of time that they devote to each of the legal areas. The results provided are robust to different possible ways in which to aggregate this information. We do not find either men or women to be overrepresented in the remaining areas of specialization: General area of specialization does not have a substantial effect on the gender gap on performance. We see that the gender coefficient decreases slightly for hours billed (Column 2), while it increases slightly for client revenue (Column 4).
The Role of Performance on the Earnings Gender Gap
Given that there exist considerable differences in performance, in what follows, we analyze how these differences translate into differences in earnings. We find that while traditional individual and firm controls explain around 50 percent of gender earning differences, performance measures explain almost the entire remaining gap. We present the results comparing the analysis with and without controlling for performance measures. Before proceeding, the next subsection exposes the identification problems that may arise when performance is not observed.
Performance and the Omitted-Variable Problem
In a standard competitive model, lawyers' compensation would be determined by their performance (e.g., W=P). Therefore, in the following econometric specification for annual earnings, Introducing the performance equation into the expression for annual earnings, we see that the coefficient for Gender might be significant due to discrimination or to gender differences in performance not related to X i . In particular, rewriting the expression as:
we cannot distinguish between β 1 and β 2 γ 1 . In other words, we cannot differentiate part of the coefficient on Gender due to discrimination from that due to differences in performance.
As discussed in Section 2, the legal profession is distinctive in that there do exist recognized ways in which performance is measured-namely, Hours billed and Newclient revenue. In turn, we are able to control directly for performance-hence, alleviating the omitted-variable bias problem.
Gender Gap in Earnings (without Performance Measures)
We start by estimating (log) annual earning equations using ordinary least squares. The estimations shown in Table 13 are done with and without controlling for individual and firm characteristics.
The raw gap in mean log earnings between male and female lawyers for the full sample is 25 log points (Column 1). In Column 2, we control for individual characteristics, including marriage, age, the number of children, the presence of children under age four, ethnicity, years of tenure, and working full-time. The inclusion of these characteristics explains a substantial fraction of the gender gap; however, 18 log points are still unexplained. Marriage and the presence of children do not seem to directly affect log earnings, but working full-time instead of part-time and the years of tenure do affect wages. Note that if we use weekly hours worked instead of full-time status, we find a similar effect on the gender gap (Column 3). Age appears to have an effect on log earnings; however, since all workers are of the same cohort, there is little variation in age. When we add the quadratic terms, it is no longer significant.
In Column 4, we control for important firm characteristics: the size of the firm and the type of organization. While these factors play an important role-the gap falls to 12.6 log points-they cannot fully explain the gender earning differential. In general, working in a larger firm, working in a private law firm, or working in the private sector in general all correspond to higher earnings.
The individual and firm characteristics together explain 50 percent of the raw gender gap, but the other 50 percent remains unexplained. Interestingly, Wood et al. (1993) , in a study of University of Michigan Law School graduates from the class of 1972-75, also find a gender gap in annual earnings of 12.4 log points when controlling for similar characteristics. The proportion of female lawyers in the 1970s was considerably lower; in their study, female lawyers comprise only nine percent of the sample.
Gender Gap in Earnings (with Performance Measures)
In this section, we analyze the effect of performance on earnings differences by focusing on lawyers who bill hours. Among those who bill hours, more than 93 percent work in law firms, and the remaining lawyers work in solo practices. The gender gap in earnings for those who bill hours is quite similar to the gap in other sectors. In Table 14 , we show that there is an overall gap of 12.6 log points, a slightly lower gap of 10.6 log points if we consider those who work in the public sector, and 10.0 log points for those who bill hours. There may be selection of more-able women into private law firms, which reduces the raw gender gap; however, the gap does not disappear. We will address the selection issue later in this section.
In Table 15 , we include the main performance variables: hours billed and the amount of new-client revenue generated. To compare the results, in Column 1, we show the gender gap controlling only for individual and firm characteristics. Column 2 shows that when we include region fixed effects, the gap is largely unchanged. Controlling for performance (columns 3, 4, and 5) explains a considerable part of the remaining gender gap. In particular, the number of hours billed has a strong and positive effect on earnings; we find that billing 100 additional hours per year leads to a 3.1-percent increase in salary. Interestingly, the inclusion of this variable reduces the gender earning gap to 6.5 log points. Furthermore, the importance of hours billed in calculating lawyers' earnings is clearly noticeable when comparing the earnings regression without controls in Column 6 with the same regression after controlling for hours billed in Column 7. The single inclusion of hours billed makes the R-squared increase from two percent to 26 percent.
Column 4 shows that client revenue, too, has an important effect on annual earnings. Bringing in new-client revenue worth $100,000 implies an increase of around 4.5 percent in earnings. From Column 5, we see that when including both performance measures, the gender gap in earnings falls to 5.5 log points and is significant only at the ten-percent level. In Columns 10 and 11, we include the squared and cubic terms,
respectively. There seems to be a nonlinear relationship of these variables, but it does not affect the gender coefficient. Overall, the analysis shows that it is key to control for differences in workers' performance.
To study the difference in earnings per unit of performance, we show that there is no gender difference in the reward for each hour billed or for each dollar of client revenue raised by the lawyers. Since earnings per hours billed serves a proxy for the hourly rates charged to clients, this regression serves as an additional way to study explicit discrimination. Columns 1 and 2 in Table 16 show that the gender coefficient is not significant for earnings per hour billed and earnings divided by client revenue generated, respectively.
Robustness Checks
Hours billed and new-client revenue are good summary statistics for true productivity. In this section, we show that controlling for other things that may be correlated with performance does not contribute much to our main findings.
First, we control for a wide range of education variables that proxy for ability. In
Column 3 of Table 17 , we control for undergraduate university ranking, law school ranking, having held a judicial clerkship or having participated in Law Review (member/editor) or Moot Court (member/leader) activities while in law school. While some of the variables are significant after controlling for other individual and firm characteristics, they neither change the gender coefficient nor help to explain the gender gap. The positive and significant effect of law school ranking is consistent with Oyer and Schaefer's (2010) findings that attending a prestigious school has a considerable effect on annual salary.
Second, we investigate the effect of area of specialization on earnings. In Column 4 of Table 17 , we show that while areas of specialization have some effect on gender gap, when comparing Columns 2 and 4, we see that they do not affect the coefficients or the significance of the performance measures-hours billed and client revenue.
Finally, we address the possibility of selection differences between men and women into billing hours. In Table 18 , we find that female lawyers are, on average, three-percent less likely to enter a job that requires billing hours (Column 1). However, we find that it is the more-able lawyers, rather than less-able lawyers, who tend to select into jobs that bill hours, as shown in Column 2. From Column 3, we see that this is equally true for male and female lawyers, such that we can rule out that more-able women are self-selecting themselves out of jobs that require billing hours. In other words, lower hours billed by female lawyers do not seem to be due to a selection of less-able women into jobs requiring billing hours. In fact, we do observe that the gap is slightly smaller when focusing only on lawyers who bill hours.
Conclusion
We have examined gender differences in performance among high-skilled individuals. Using the legal framework, in which there are well-defined and homogeneous performance measures, we find a substantial gender gap in performance.
These gaps appear to be consequential since we find that the difference in earnings among male and female young lawyers is strongly related to gender gaps in performance.
We explore three principal factors that can explain gender gaps in performance:
(i) discrimination in the workplace; (ii) the presence of children in the householdparticularly young children; and (iii) preference-related factors. An important finding is that discrimination in law firms-whereby senior lawyers (i.e., law-firm partners) have some scope to interfere with variables associated with performance-does not seem to explain the gaps. While the presence of pre-school children contributes, in part, to the gaps in performance, it is not the only key determinant. Aspirations to become a partner and, perhaps, more-general career concerns explain an important part of the gender gap.
Gender differences exist on other dimensions, such as areas of specialization, time spent networking, and time spent working on weekends. While these factors influence performance, they do not appear to explain the gender gaps in performance.
The differences in performance have important consequences. We show that after controlling for detailed individual-and firm-level characteristics, 50 percent of the gender gap in earnings remains unexplained. Traditionally, the lack of data on key variables such as performance, especially in skilled or non-manual jobs, would entail speculating on what can explain the remaining gap. We show that the inclusion of an important omitted variable can explain a large part of the remaining gap. A relevant implication of these results is that gender earnings inequality might increase in the near future due to the growing number of high-skilled workers explicitly compensated based on performance.
An important next step is to examine more deeply why career aspirations and the effects of raising children differ between high-skilled females and their male counterparts. While we show that discrimination at the firm level does not seem to be an important determinant, it may be that social norms or some other type of social pressures burden even the most elite professional women. We find similar levels of satisfaction in the workplace among female and male lawyers, which may suggest that these differences are truly choice-driven. Finally, further research might address whether the use of objective performance measures permits the elimination of possible discrimination channels. Notes: * denotes significance at the 10% level,** denotes significance at the 5% and *** denotes significance at the 1% level. Expected Hours Bill is the annual hours (expressed in 1000 hours) the lawyer was expected to bill last year (2006) . Hours billed is the annual number of hours billed (expressed in 1000 hours) last year (2006), and New Client Rev is the approximate amount of new-client revenue (expressed in 100,000s of U.S. dollars) generated last year (2006) . Firm controls include the type of organization (solo practice, private law firm, federal government, state or local government, legal services or public defender, public interest organization, educational institution, professional service firm, other Fortune 1000 industry/service, other business/industry, labor union, trade association, others) and the size of organization, which are bracketed (0-5, 6-10, 11-25,25-50,51-100,101-150,151-200,201-250,251-500,501-1000,1000+) . For definitions of other variables, see Table 1 . Table 12 ). Hours Billed is expressed in 1000 hours. The omitted category of 800<=Hours Billed<=1600, where 800 is the lowest number of hours billed in our sample. Each category represents quartiles in the hours-billed distribution. .77*** Notes: * denotes significance at the 10% level,** denotes significance at the 5% and *** denotes significance at the 1% level. Hours Billed is expressed in 1000 hours. New Client Revenue is expressed in 100,000 U.S. dollars. Aspirations refer to how strongly the lawyer aspires to attain equity partnership. The variable takes values 1 to 10, where 1 represents not at all and 10 Very High Aspirations. IV1 is the response to: How satisfied are you with your decision to become a lawyer? And IV2 is the response to: How much longer would you like to stay with your current employer? Both questions are asked in the first wave (2002). Notes: * denotes significance at the 10% level,** denotes significance at the 5% and *** denotes significance at the 1% level.
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